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Abstract 
The present study starts from a major problem at the national level, which is among the European priorities: temporary work, 
considered as an important factor for the achievement of the strategic goals of the economic reform, as they were stated by the
European Council in Lisbon. Several key-problems of the work market were identified on national level, among them: the need 
for the development of an educated and qualified human capital, able to have high performances and the need for the 
development of a life-long learning culture. 
The study aims at: improving the quality and the rising of the cooperation level among the institutions providing education and
training, enterprises, social partners and other local and national organizations. The activities carried on in order to 
sustain/achieve the proposed goals aim at: the development of an instruments set for the competencies evaluation (instruments 
adapted to the characteristics of the target group and integrated in a guidebook addressed to the counselor as well as the client);
the development of the clear and developmental procedure for the counseling of the temporary workers in order to validate the 
competencies; the identification of the certification conditions and of the accredited bodies. The long-term results to: 
strengthening of the employers-employees relationships, the rise of the professional insertion level of the temporary workers. On
the short term, we take into account: the awareness of the personal interests and values, the diagnosis of the aptitudes and 
competencies, the identification of resources and barriers for the career development, configuration of a realistic career plan. The 
analysis of the research outcomes leads towards the necessity of an intense promotion of the counseling activity at the at the 
community level, a measure to be sustained by the revision of the policies in the field of education, training and workforce 
employment. 
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1. Rationale 
In Romania, temporary employment represents a major problem, an issue that is also to be found in the European 
priorities.  
a) At the end of 2005, the Directorate for Labour, Social Solidarity and Family started issuing operating permits 
as temporary employment agent for the companies that sent in applications in this respects. By issuing these 
authorizations, Romania joins the Western European countries where temporary employment is highly regulated and 
plays a very important part in the labor market dynamics (see Kahn, L.M., 2010).   
b) The human resources market in Romania is developing and takes into consideration the desire to harmonize 
with the standards of the developed economies. By regulating the status of the temporary employment agents, we 
could assert that, at the legislative and operational level, we are closer to the level reached by the Western European 
countries in the stimulation and diversification of the solutions regarding human resources (Lefresne, F., 2005). 
Thus, the sectors where there are temporary increases of activity and which have a seasonal and occasional profile 
have a new modality to manage the flexibility of the human resources, without influencing the efficiency of the 
current processes. The adoption of the Labour Code, on March 2004, offers a legislative framework that is 
appropriate for temporary employment activities, while specialized agencies are guided by the Government Decision 
no. 938/2004 regarding the setting up and the functioning terms, as well as the procedure to authorize the temporary 
employment agent which offers them the legal framework. It is difficult to make analyses regarding the correlation 
between bids and offers, due to the lack of research studies concerning the analysis of perspective needs of the 
labour market on occupational fields and levels of qualification. 
Among the key problems of the labour market, identified through the National Development Plan 2007 – 2013, 
we mention the following: 
- the necessity to develop an educated/qualified human capital and to accustom the persons who have a medium 
qualification to the effective manufacturing methods;   
- the necessity to develop a culture of permanent learning and of the flexibility of the learning method and its 
certification.  
c) The temporary employment force allows the reorganization of the companies during economy recovery 
periods, by the gradual reconstruction of permanent jobs and by applying specific measures to keep costs under 
control in order to meet the requirements of the market.  
d) In Romania, temporary employment is an optimal solution for seasonal, occasional or specialised activities, for 
peak periods or when replacing the permanent employees who are on leave (rest leave, medical leave or parental 
leave for children under 2 years old). In the recent years, many national companies have had to call on such services, 
taking into consideration the fact that employments were stopped in most activity sectors.   
e) The employment of the labour force for a temporary period represents an outlet for the companies that are 
pressed by cost reductions, but which still have projects that require people. Nevertheless, Romania is far from the 
rest of the countries in Europe, where the percentage of temporary employees is much higher. At the end of the last 
year, only 1.2 % of the Romanian employees had a temporary employment contract, namely 77.000 persons, out of 
the 25 million employees within the European Union who work under this condition, according to the Eurostat data, 
EU's statistics office.   
f) In Romania, temporary activities found their way with difficulty, having to face a lot of obstacles, due to the 
fact that people’s mental representation, developed during many years, favoured “life employment”. Then, many of 
the local companies do not appeal to temporary labour services, due to the fact that they do not know what this 
means, but also due to the fact that, at first sight, such an alternative would be more expensive than working with 
their own employees. However, cost reductions occur when the employer does not invest in the staff’s training and 
fidelity, by means of benefits for the personnel leasing employees.   
On the other hand, another disadvantage comes from the insecurity perception of the temporary-employed 
persons, who have the tendency to be reluctant about such a position, at least until the moment when they get 
accustomed with the company. Recruitment companies are also dissatisfied with the fact that temporary-
employment activities can take place only within a period of 18 months, as this period is not always enough to 
develop some projects.   
An obstacle regarding the personnel leasing services is represented by the restrictive modality concerning the 
regulation of fixed-term labour contracts, which make it difficult to address a large number of projects whose 
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coordinates are not identically found in the parameters stipulated by the law.  It is about the flexibility elements of 
these types of contracts, such as the increase of duration and of the number of possible extensions for fixed-term 
contracts, which might help the economy employ a large number of employees. 
g) Another aspect that makes it difficult to carry on this type of service is the legal provision according to which 
temporary employment agents are compelled to offer the employees who are made available for the clients the 
national minimum wage for the periods when they find themselves between two commitments.   
h) At present, in Romania there is the collaboration system with recruitment companies for temporary workers, 
not necessarily to save money for salaries or on recruitment, but not to burden themselves with the dismissal of the 
"difficult" people.  There are companies where more than half of the staff works under ... temporary employment 
conditions, employed by means of the personnel leasing system.  When the management has something against a 
certain person, the termination of collaboration can be done instantaneously, without the risks imposed upon by the 
termination of the labour agreement due to discipline reasons or due to the lack of performance.  
2. Legislative framework: Romania specific 
The legislative framework that regulates the carrying on of temporary employment activities is Law no. 53 on the 
24th of January, 2003, Labour Code, published in the Official Gazette of Romania, Part I, no. 72 on the 5th of 
February, 2003. This law has a number of 13 titles that regulate salary employment, and Title no. 2: Individual 
Labour Agreement, by paragraph 7: Labour by temporary employment agent defines/delimits this issue in articles 
87-100.
As per the law (art. 87 - 1, 2), the labour by temporary employment agent, hereinafter known as temporary 
employment, is the work carried out by a temporary employee who, at the temporary employment agent’s 
command, performs activities in favour of a user.   
A temporary employee is a person employed by a temporary employment agent employer, made available to a 
user during the necessary period of time, in order to carry out some precise, temporary tasks. 
For a focused acknowledgement of the regulations established by the law in our country, we consider it necessary 
to select from the Labour Code, as regards the employment by a temporary employment agent, several significant 
aspects:
• Situations when temporary employment agencies are used (temporary employment mission):  
a. to replace an employee whose individual labour contract is suspended, during suspension 
b. to perform some seasonal activities  
c. to perform some specialized or occasional activities
• The length of time of a mission: maximum 12 months; it may be extended one time only, up to 18 months 
(art. 89 – 1, 2). The temporary labour contract shall be concluded for the period of one or several missions and shall 
be terminated at the end of the last mission for which it was concluded (art. 93-1, art. 94-1)  
 During the entire mission, the temporary employee shall enjoy a wage, paid by the temporary employment 
agency, a wage that cannot be lower than the one received by the employee of the user performing the same activity 
or a similar activity (art. 95 – 1, 2)  
• Between two missions, the temporary employee shall be at the disposal of the temporary employment agent 
and shall enjoy a wage paid by the agent, which may not be lower than the national minimum gross wage (art. 94 - 
2).
The advantages of the temporary employment for the employee  
- the temporary worker finds a job more easily;  
- he acquires knowledge and experience to reintegrate in an activity or to obtain specialization;  
- he has the opportunity to know and to integrate himself in various realities that exist in enterprises;
- he manages his own activity and he may terminate activity at the end of a contract;  
- he benefits from the same economic treatment as the workers who are employed on indefinite period of time 
contract;  
- after the mission has ended, he is assisted to find a new job by the temporary employment agent. 
3. The acknowledgement of the competences acquired by other means than the formal ones, in Romania: the 
certification procedure 
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The legislative framework that regulates this action is the Government Ordinance no. 129/2000. This normative 
act stipulates two main training possibilities:   
 - by means of training suppliers:  they are private or public legal entities who are authorised to offer training 
certificates that are acknowledged at national level 
- by means of employing institutions: they may develop syllabuses, courses for their own employees; if 
enterprises have a training suppliers authorization, certificates are acknowledged at national level, if they do not, 
they are valid only at the institution level.  
According to the Government Ordinance no. 129/2000 regarding adults’ vocational training, there are two types 
of certificates: 
- training certificates – for training courses; 
- certificates of professional competences – for skills initiation and upgrade course or based on professional 
experience.
For the second type of certificates, the National Council for Adult Vocational Training (CNFPA) is the body that 
coordinates, at national level, the evaluation and certification activity for the professional competences acquired by 
other means than the formal ones.  The certificate of competence is issued according to the certification system 
regulations that indicate the existence of the belief that the nominated person has the competence to perform certain 
tasks. According to CNFPA, the certificate of competence must contain the date of issuance and the validity period 
or the expiration date.  
The evaluation process of the professional competences thus obtained has the following characteristics: 
- it is voluntary; 
- it is based on the occupational standards/professional training standards;  
- it takes place in time and space: the collection of the proofs of competence results from the application of the 
evaluation methods in various contexts and moments;  
 - it is independent from the professional training process (it allows the acknowledgement of the competences 
acquired by other means than the formal ones); 
- a rating of the "competent" or “not competent yet” type is granted for each unit of competence. 
The process of the competences acquired by other means than the formal ones observes the following principles: 
validity, credibility, impartiality, flexibility, confidentiality and simplicity (acc. to G.O. no. 129/2000). 
The centres authorised by CNFPA carry on their activity by observing several mandatory rules. Some of them 
refer to: 
- non-discriminatory evaluation treatment of candidates, on criteria of gender, age, race, ethnicity, political or 
religious affiliation;    
- adoption of the evaluation methods according to the specific needs of the evaluated person; 
- guaranteeing confidentiality of the data to be evaluated; 
- making available for the evaluators of all the documents required by them. 
The persons who want to be evaluated with a view to acknowledging the competences acquired by other means 
than the formal ones, according to an occupational standard or of professional training, must address an authorized 
centre for the respective occupation or qualification. The evaluation can be carried out for all competence units 
within an occupational standard or only for one or several competence units, depending on the requests of the 
respective person. Each candidate addresses a written application to an authorized centre according to the 
occupation for which they require the evaluation. For the evaluation of the professional competences specific to a 
qualification, each candidate is assigned an evaluator who takes it upon himself the responsibility for the whole 
process.
According to the CNFPA methodology, the candidate goes through one stage in which, together with their 
evaluator, they establish the degree of correspondence between the level of competences and the requirements of the 
occupational standard. At the end of this process, the evaluator may recommend that the candidate start the 
evaluation process (for the entire level of competence or for a part of it) or even not start it. Each centre agrees upon 
the concrete evaluation method, so that the methods used should lead to proving the competences on the whole. It is 
obligatory that the written test and the practical test should be part of each evaluative process. 
The duration of each evaluation process is agreed upon by each evaluation centre, depending on the particularity 
and the complexity of the occupation/qualification, without outlasting a time interval of thirty days.  
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The competence tests carried out by the candidate throughout the evaluation process are assessed by the evaluator 
of professional competences in relation to the requirements of the occupational standard, whereas the decision 
concerning the competence of the candidate is given for each competence unit for which he/she was evaluated. In 
case the candidate is not satisfied with the decision 'not competent yet' for certain competence units, then, according 
to the methodology in force, the candidate is entitled to appeal. This must be put forward at the evaluation centre 
within 5 days since the date of the decision. As a result of this, the centre will assign another evaluator of 
professional competences who will organize another evaluation process for those competence units for which the 
appeal was made. The persons who are declared competent following the evaluation will receive a certificate of 
professional competences for the competence units for which he/she was declared ‘able/competent'.  
According to art. 4 let. 1 from Law no. 132/1999 regarding the setting up, organization and functioning of 
CNFPA, the whole responsibility concerning the printing and the guarantee of the validity of the certificates
The Romanian legislation (see Order 51/2007 of the Ministry of Labour, Family and Social Protection) regarding 
the certification of the competences acquired in other means than the formal ones obeys the European requirements 
concerning the acknowledgment and validity of competences (art. 8. of the Directive of the European Council no. 
42/1999). 
4. Research paper regarding the certification of the transferable competences by means of the counselling 
process: methodology, results, comments 
Having as a starting point the actual situation, conditions and realities in our country (we also refer to the global 
crisis that considerably affects and produces changes on the labour market), we have carried out an experiment, 
within a university framework, by which we aim at a better acknowledgment and certification of the competences of 
the interim workers, creating the adjusted instruments for a better acknowledgment of the acquisitions and 
competence management, and, besides, the dissemination and transfer of the innovative practices. By means of the 
counselling process, we aim - in order to support the certification activity of their transferrable competences – at 
carrying out activities which should be directed both at managing the career, but also at personal development 
activities (see Monchatre, S., 2007). 
4.1. Our major objectives are the following: 
The fundamental objectives of our study refer to making the interim workers become aware of the competences 
acquired by other means than the formal ones and to setting up our own competence portfolio. This thing, acquired 
within the counselling sessions, will prepare the interim persons for the process of competence validity/certification. 
The detailed objectives of our study refer to: 
- helping the temporary workers to do extra activities so that they use their knowledge, abilities and qualifications 
in order to enter the European labour market;  
- increasing quality and enhancing the degree of cooperation between the educational and training institutions, 
companies, social partners and other European organizations;  
- increasing transparency and acknowledging the qualifications and competences acquired by non-formal or 
informal means; 
4.2. The activities carried out within our study aim at: 
- preventing and reducing the professional failure and the behavioural problems;  
- improving the psychic comfort and self-image; 
- awareness of their psychic and intellectual potential, of their interests and capacities, of their aspirations and 
value system; 
- active involvement in planning their life and career;  
- evaluation and self-evaluation of personality directed at professional orientation;  
- acquiring the competences of communication, participation, motivation, team building and solving conflicts. 
In a detailed description, by means of the activities provided within the Centre of management of professional 
life and career, we aim at: 
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1. personal development:  
- self-knowledge and self-acceptance; 
- techniques of efficient communication and of negotiating conflicts; 
- getting over crises; 
- solving problems and making good decisions; 
- self-control of negative emotions; 
- solving emotional and behavioural problems. 
2. career management: 
 - being aware of personal interests and values; 
 - diagnosing abilities and competences; 
 - identifying compatibility between personality and profession; 
 - identifying the resources and the potential obstacles that might occur in achieving the personality 
development plan; 
 - knowing and acquiring the techniques of active job search: editing a cover letter, a curriculum vitae and 
the interview presentation techniques. 
4.3.  The working sample: is made of temporary workers of precarious education (unfinished secondary education) 
who work in the constructions field.
4.4.  The working instrument: The client’s extended portfolio.  Analytical description 
Taking into consideration the specific of the Romanian context and the particularities of the target public of our 
research paper, we considered it useful to develop a working instrument for the counselling activity that should 
monitor and make it possible the achievement of the above-mentioned objectives. It is about the development of an 
extended portfolio of the client, a portfolio whose target is to discover and to acknowledge both the already-existing 
competences, acquired during his professional experience for the capitalization of their experience, and the 
development of some new transferrable competences. At the same time, the portfolio may represent a support for the 
optimum development of the clients' profession, offering them the possibility to take part in a certification process 
of the competences acquired by other means than the formal ones.  
The real communication difficulties, the clients’ lack of experience in such a process, their reserve and the 
unrealistic expectations built up on the background of some major information deficiencies represented the pillars 
on which we made up the achievement of the entire working action.   
The portfolio we developed comprises 13 working sheets. The first aim at and regulate the deployment conditions 
of the counselling meetings so as, at the end of the counselling process, the client should be able to benefit of: a 
clear  and complete image of the professional and training route; the synthesis of all the activities he achieved; the 
development of a personal and professional development project. 
Being focused on building a relationship of trust between the client and the counsellor and, at the same extent, 
guaranteeing a favourable work environment which could facilitate communication and reaching the proposed 
objectives, sheets 1-7 aim at the following aspects: identifying personal characteristics, interests and values 
(inside/outside work), specifying the educational basis and describing work experiences. We wanted them to be 
elaborated so that they allow the tasks to be easily carried out (the client selects from a given list the answer that 
mostly corresponds to his/her options).  
The next set of sheets involves increasing the difficulty degree of the tasks, requiring re-evaluation of the whole 
professional direction, identification of all the acquired competences and selecting those that can be exploited and 
developed in a subsequent stage. These sheets refer to shaping the career and pointing out the important/significant 
events, evaluation of career options and making up the career plan.
In an attempt to sum up all the data obtained throughout the counselling sessions, we introduced a synthesis sheet 
- My Portfolio, at the end of the portfolio.
This is the way we imagined our working instrument, considering that, by filling up the whole portfolio, the 
client will get perspective on the set of the competences acquired up to that moment, considering the possibility of 
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taking part in the process of acknowledging and certifying them by the accredited institutions or attending courses 
specialised in adult professional training. 
4.5.  The analysis of the results 
At the end of our endeavour, we can make an analysis in terms of pluses and minuses.  
We consider positive elements the successful completion of the counselling activity and the accomplishment of 
the competence portfolio and, consequently, the training of the temporary workers for the certification of the 
competences obtained by other means than the formal ones.  
The interest for the work carried out in the Counselling Centre justifies our intention to transfer the working 
model and instrument put forward by us to other universities in Romania.   
The weak points of the activity that aims at temporary employment counselling – and, therefore, at our activity – 
are related to the legislative, social and economic framework specific to our country, fact which makes the 
counselling activity more difficult.  To sum up, they refer to the following: 
- an ambiguous and deficient legislative framework, with references only to certain occupations;  
- the temporary employment is not a spread practice in Romania;  
- although there are temporary employment agencies (ex. Manpower), they are not well-known and appealed to 
by potential employees;  
- difficulties at the competence evaluation and certification process as a result of the fact that many persons still 
work in the underground economy, which makes it virtually impossible to prove the framework in which these 
competences were acquired. 
5. Conclusions 
Romania’s integration in the European Union represents the main condition that generates evolution frameworks 
in our society. However, we must point out the fact that the observance of the European norms – from various fields 
– meets some implementation difficulties. It is a reality the fact that, in our country, there is no sustained interest for 
temporary employment, due to the fact that there is not a clear, coherent legislative framework. The economic crisis 
influences and determines modifications of the labour market, as well as of other social areas. To all these we may 
add serious communication and transparency deficiencies. The interim period, for the population of our country, has 
but only a vague mental representation. On this background, it is sustained the idea of carefully re-thinking the 
stimulation strategies of the labour market, of forecasting the local evolutions and of developing, by the state 
authorities, a coherent set of measures. We conclude and agree with the specialists in the domain: “according to the 
generally-accepted principle that the main economic resource is the human resource, it is natural that the 
preoccupations at national level to ensure the good functioning of the labour market should be and become a 
priority”.    
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